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® Tokio Marine Holdings:--

(Reference) Categorisation of human capital-related risks and opportunities*
Workforce composition
(e.g., whether the optimal workforce composition has been achieved)

Capability Workforce capabilities and skills

(e.g., whether the workforce possesses the capabilities and skills required to realise the strategy)
Conditions Workforce conditions

(e.g., whether the workforce environment enables the entity to secure and retain the necessary talent)

*The above has been prepared with reference to the matters under consideration by the ISSB in its human capital-related research
project as of October 2025.

Composition

Note: The publication of this material does not constitute a guarantee that the disclosures contained in each company’s Annual
Securities Reports or other filings are free from errors, including with respect to compliance with sustainability disclosure standards.




Composition
Capability

Ajinomoto (1/4) Conditions

Company Overview

® As a leading company in amino acids, Ajinomoto operates a diverse global business portfolio, centred on
its Food Products and Bio & Fine Chemicals businesses.

Business Strategy Towards Medium- to Long-Term Corporate Growth and Value Creation

® In the 2030 Roadmap, Ajinomoto aims to transform its business model and transition towards strategic
growth areas, with the goal of achieving a 1:1 balance in business profit between the Food Products
Business and the Bio & Fine Chemicals Business.

g

Human Capital Management Strategy for the Realisation of the Business Strategy

® In order to transform its business model in line with the 2030 Roadmap, Ajinomoto focuses on mid-
career recruitment of individuals with external “knowledge and experience”, especially in the Bio & Fine
Chemicals business.

® Furthermore, to create an environment where mid-career hires can quickly demonstrate their abilities,
Ajinomoto implements an early success support (onboarding) initiative.

N —

Metrics and Targets for Monitoring the Progress of the Human Capital Management Strategy

® With a view to transforming its business model, Ajinomoto has set medium-term targets and historical
results for the metric “Employees joining as mid-career hires as a share of all new employees in a single

year.”
® Ajinomoto has set a target for mid-career recruitment to increase the metric “Employees joining as mid-

career hires as a share of all employees” to 30% of total employees by fiscal year 2030. In addition,
Ajinomoto discloses its medium-term targets and historical results for this metric.

Source: Prepared based on Ajinomoto Co., Inc., “Annual Securities Report (fiscal year ended March 2025),” “ASV Report (Integrated
Report) 2024” and “ASV Report (Integrated Report) 2025”




Composition
Capability

AjinomOtO (2/4) Conditions

® In the 2030 Roadmap, Ajinomoto aims to transform its business model and transition towards strategic
growth areas, with the goal of achieving a 1:1 balance in business profit between the Food Products
Business and the Bio & Fine Chemicals Business.

Business Strategy: Evolution of core businesses and business model transformation

Bio &
Fine Chemicals
Business
Business
Profit
(BP)

Bio &
Fine Chemicals
Business *Healthcare and

Others

*Seasonings and

Foods
*Frozen Foods

Y

FY21 FY30 Forecast

Source: Prepared based on Ajinomoto Co., Inc., “ASV Report (Integrated Report) 2024"
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Ajinomoto (3/4) SR

® In order to transform its business model in line with the 2030 Roadmap, Ajinomoto focuses on mid-
career recruitment of individuals with external “knowledge and experience”, especially in the Bio & Fine
Chemicals business.

® Furthermore, to create an environment where mid-career hires can quickly demonstrate their abilities,
Ajinomoto implements an early success support (onboarding) initiative.

Human Capital Management Strategy: Expansion of mid-career recruitment / integration of talents for business model transformation

In terms of career recruitment, which acguires “knowledge

and experience” from outside, Ajinomoto Co., Inc.’s career
Acquisition of recruitment in fiscal 2024 increased by 122% compared to the
external talent previous year. In particular, in order to transform its business
model based on the 2030 Roadmap, the company focused

T N E e R R 1 ) i 2N securing human resources for its Bio & Fine Chemicals
TR BN B BT EE g R Business, and the number of mid-career hires in fiscal 2024
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E GV CRe M [ S D RO for this business was 650% compared to 2022.
arly success

N/

Cross-organizational Corporate support

TRY&A-CROSS is also working to strengthen on-boarding

projects (Onboarding) FY2030 Target measures for mid-career hires, and will continue to create an
: environment where mid-career hires can demonstrate their

________________________________________

abilities more quickly. Additionally, to promote work in other
countries for non-Japanese employees, we have established
guidelines for international transfers. As of March 2025, 294
employees have been transferred internationally, of which 26

are from countries other than Japan.

Source: Prepared based on Ajinomoto Co., Inc., “ASV Report (Integrated Report) 2025” o
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Ajinomoto (4/4) Conditions

® With a view to transforming its business model, Ajinomoto has set medium-term targets and historical
results for the metric “Employees joining as mid-career hires as a share of all new employees in a single

year.”

® Ajinomoto has set a target for mid-career recruitment to increase the metric “Employees joining as mid-
career hires as a share of all employees” to 30% of total employees by fiscal year 2030. In addition,
Ajinomoto discloses its medium-term targets and historical results for this metric.

Metrics and Targets: Ratio of mid-career recruitment

. D e . FY2023 FY2024 FY2025 FY2030
Main metrics for human capital Scope
results results targets targets
Composition Capability
Employees joining as mid-career . o
hires as a share of all new A(ijmln oto 48% 49% 50% ?gx& orzrgg‘;t;
employees in a single year 0e TS rom
Employees joining as mid-career Ajmomoto 1794°10 19% 20% 30%
hires as a share of all employees Co., Inc.

. : . . Disclosure of medium-term
*10 Amended due to partially revised calculations - rglets sﬁgrt-term tlgrg etsr S

current performance

Source: Prepared based on Ajinomoto Co., Inc., “Annual Securities Report (fiscal year ended March 2025)”
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CAPCOM (1/4) T

Company Overview

® A global entertainment company that captivates people around the world with best-in-class game
content.

Business Strategy Towards Medium- to Long-Term Corporate Growth and Value Creation

® To achieve 10% or better annual operating profit growth and annual software sales of 100 million units,
CAPCOM is strengthening its software development capabilities to consistently bring world-class content

to market.

Human Capital Management Strategy for the Realisation of the Business Strategy

® To continuously expand software development personnel, approximately 100 new graduates are hired
each year, together with active mid-career recruitment.

® To enhance recruitment competitiveness, the starting salary for new graduates has been raised. In
addition, to secure and retain outstanding talent and improve employee motivation, overall salary levels

have been increased, and performance-based bonus and employee stock compensation schemes have
been introduced.

~—

Metrics and Targets for Monitoring the Progress of the Human Capital Management Strategy

® As metrics to illustrate the expansion of software development personnel, in addition to the total number
of employees, breakdown information is disclosed, including the number of software development
personnel, age distribution, and the number of new graduate hires.

® As a metric to illustrate whether and how salary levels have been increased, the average annual salary is
disclosed, together with a breakdown of the average annual salary for software development personnel.

Source: Prepared based on CAPCOM CO., LTD., “Integrated Report 2025" /
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CAPCOM (2/4)

® To achieve 10% or better annual operating profit growth and annual software sales of 100 million units,
CAPCOM is strengthening its software development capabilities to consistently bring world-class content
to market.

Business Strategy: Strengthening the software development capabilities to drive operating profit growth and increase software sales

Strengthening development capabilities to
consistently produce world-class content

At Capcom, we aim to sustain our KP| of 10% or
better annual operating profit growth along with our
long-term goal of annual software sales of 100
million units. To improve our chance of success, we
are working to resolve business challenges, issue by
issue. Our efforts are focused on core IP such as the
Resident Evil, Monster Hunter, and Street Fighter
franchises, and mapping out mainline series entries
and sequels, remakes, new IP, and ports of content
to the latest hardware. We consistently release two
to three major new titles each year,_but recognize the
need to grow our pipeline going forward.

Capcom owns a wealth of globally popular
brands, such as Mega Man, Devil May Cry, and Ace
Attorney. We aim to expand our user base and
improve our performance through new releases,
remakes, and ports of titles in these series to new
hardware. By enhancing brand power and cultivating
loyal fan bases, we will grow these into core IPs.

The people developing this content are our

Source: Prepared based on CAPCOM CO., LTD., “Integrated Report 2025"

world-class in-house creators. For the past three
years, we have made strengthening our human
capital a management priority, and to this end,_
have been training and recruiting personnel to
expand our development structure. Previously, we
consolidated our game development in Osaka to
promote efficiency, however, to further strengthen
its structure, we are currently constructing a new
development facility next to our head office, slated
for completion in 2027. We have also acquired
nearby land, with future expansion in mind. In
addition, RE ENGINE, which supports our
development capabilities, was developed in-house
and is continually updated to keep up with new
technologies and improve work efficiency.




CAPCOM (3/4)

Composition

Capability

Conditions

® To continuously expand software development personnel, approximately 100 new graduates are hired each year,
together with active mid-career recruitment.

® To enhance recruitment competitiveness, the starting salary for new graduates has been raised. In addition, to
secure and retain outstanding talent and improve employee motivation, overall salary levels have been increased,
and performance-based bonus and employee stock compensation schemes have been introduced.

Human Capital Management Strategy: Expansion of recruitment for software development personnel, and setting of competitive salary levels

Our human resources investment strategy:
Enhancing employee productivity
and organizational strength

The importance of
investing in our people

Continuously investing in talented human resources is
critical in furthering Capcom’s sustainable growth. As
the CEO correctly points out, to continue to develop
high quality games toward cur management target of
a 10% or better increase in operating profit each fiscal
year, as well as our medium- to long-term management
goal of software sales of 100 million units, we need
to secure excellent development personnel.

As of the fiscal year ended March 31, 2025, we
employed 2,846 development personnel, which marks
an increase of approximately 24.6% from the 2,285
personnel at the end of the fiscal year ended March
31, 2021,

Capcom'’s operating environment

While our development headcount has been steadily
increasing, we recognize that securing the necessary
talent remains an issue both inside and outside the

company. Internally, as platforms evolve, game
development is expanding in scale with each passing

year, and development lead times are growing longer.
Creating world-class games requires cutting-edge
technological capabilities, thus we must strengthen
our organization to stay ahead of technological

The importance of expanding
software development
personnel in response to
changes in the business
environment

advances. As a result, we believe that further

expanding our development headcount and improving

the skills of our employees will be all the more
important in the future,

Many of our employees hired between 1993
and 1995 are now in their mid-50s and are working
at the forefront of game development. Thus, another
important issue for the future is smoothly passing on
the knowledge and skills that they have accumulated
to the next generation.

On the other hand, looking at the external
environment, Japan's labor force is shrinking due
to its declining birthrate, and competition in the
recruitment market is heating up. There are many
people in the younger generation who have been
familiar with games since childhood, and we plan to
actively recruit them in the futL&Yet, the hurdles to
attracting talented students who meet the standards
required fdr our game development are getting
higher evefy year.

Active recruitment of
the young talent

Source: Prepared based on CAPCOM CO., LTD., “Integrated Report 2025"

The recruitment of new
graduates and mid-career hires
for software development, and
the setting of competitive salary

levels

Securing and Developing Talent to

The Capcom Group has been promoting the growth of our
development workforce by over 100 persennel annually.
Starting in 2022, we implemented measures for our regular.
employees, including an average 30% increase in base annual
salaries, the introduction of an enhanced performance-based
bonus system, as well as a stock compensation system. These
efforts have helped us grow the number of development
personnel to 2,846 by the end of March 2025.

In April 2025, we raised the starting monthly salary for
new graduates to 300,000 yen to enhance our recruitment
competitiveness in terms of compensation. We are also
striving to secure outstanding talent through initiatives such as
industry-academia collaborations aimed at early discovery and
development of globally competitive young creators, and
expanding mid-career hiring channels. We are also
strengthening and training talent to support our future by
enhancing OJT/OH-JT programs for young talent development
and providing training to improve management skills for
managerial candidates.
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CAPCOM (4/4) Conditions

® As metrics to illustrate the expansion of software development personnel, in addition to the total number of
employees, breakdown information is disclosed, including the number of software development personnel, age
distribution, and the number of new graduate hires.

® As a metric to illustrate whether and how salary levels have been increased, the average annual salary is
disclosed, together with a breakdown of the average annual salary for software development personnel.

Metrics and Targets: The number of software development personnel, hew graduate hires, and the average annual salary

Item 2018 2019 2020 2021 2022 2023 2024 2025

Human capital Motz 11

Number of employees 2952 2830 2988 3,152 3,206 3332 3531 3,766
[corsolidated) persans)
Ofwhich, development personnel
eomenlidated) 2,141 2,032 2,142 2,285 2369 2,460 2,475 2,846
Number of employses 2,426 2,530 2,688 2,841 2,904 3,007 3,186 3,379
{Non-consolidated) (persors) " ’ ' ' ' ' ' ’
Of which, development personnel _ 1910 2,024 2,150 2224 2,321 2515 2,658
[non-consolidated)
Average age (non-consolidated) age) — 368 ETH ETR 373 376 kTS 38.0
Ofwhich, development personnel — 357 36.0 3.0 36.3 36.6 371 37.4
= 1
ComPOSItlon Age distnbution ot development
personnel {non-consolidated) py Mot=2)
29 years or younger — 302 30.5 31.2 319 3.8 288 26.9
e — 363 354 35.0 332 326 38 4.7
40z — 3046 30.2 278 262 252 2546 25.5
S0g — 29 4.0 &0 a7 10.4 1.8 12.9
MNumber of new graduate hires
(non-consolidated) persons — 145 138 198 1463 163 154 168
Ofwhich, development personnel — 115 109 160 139 133 107 126
Average annual salary
o e ltoc) thosancyery W6t 3 — 5,885 5998 6,034 7127 7,660 8,328 9,185
Conditions
Ofwhich, development personnel — 5843 5,948 5,991 737 7657 8403 9,225

Source: Prepared based on CAPCOM CO., LTD., “Integrated Report 2025" 10
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CHUGAI PHARMACEUTICAL (1/4) Conditions

Company Overview

® Chugai is a research-driven pharmaceutical company with strong capabilities in oncology and
biotechnology.

Business Strategy Towards Medium- to Long-Term Corporate Growth and Value Creation

® Towards the achievement of its growth strategy, “TOP I 2030”, which targets “Global First-Class Drug
Discovery” and “Futuristic Business Model”, Chugai has set forth the following Key Drivers.
1. RED* SHIFT, which refers to concentrating management resources on the steps from drug discovery through early development;
2. DX, which aims to advance the RED areas through improved productivity and use of digital systems; and
3. Open Innovation, where Chugai focuses on collaborations with external partners.

—~—

Human Capital Management Strategy for the Realisation of the Business Strategy

® Chugai elaborates on its human capital management strategy in relation to the Key Drivers of its growth
strategy.

1. RED SHIFT: human capital management strategy for recruitment of highly specialised human resources;

2. DX: human capital management strategy for developing digital talent; and

3. Open Innovation: human capital management strategy for forming a network of global knowledge and experience.

N

Metrics and Targets for Monitoring the Progress of the Human Capital Management Strategy

® Chugai discloses metrics and targets to monitor the progress of its human capital management strategy.
1. KPI related to recruitment of highly specialised human resources: job fill rate for highly specialised human resources;
2. KPI related to developing digital talent: job fill rate for digital specialists; and

3. KPI re_Iat{_e_d to forming a network of global knowledge and experience: number of employees sent to external specialist
organisations.

*RED: Research and Early Development

Source: Prepared based on CHUGAI PHARMACEUTICAL CO., LTD., “Annual Report 2024" 11




CHUGAI PHARMACEUTICAL (2/4)

Composition
Capability
Conditions

® Towards the achievement of its growth strategy, “TOP I 2030”, which targets “Global First-Class Drug
Discovery” and “Futuristic Business Model”, Chugai has set forth the following Key Drivers.

1. RED* SHIFT, which refers to concentrating management resources on the steps from drug discovery through early development;
2. DX, which aims to advance the RED areas through improved productivity and use of digital systems; and
3. Open Innovation, where Chugai focuses on collaborations with external partners.

Business Strategy: RED SHIFT, DX, and Open Innovation

TOP INNOVATOR @

TEPI2030

“Double R&D output” & “Launch global in-house products every year”

Global First-Class Drug Discovery

Futuristic Business Model

® Expansion of existing technological bases and
building a new technological foundation to
materialize unique drug discovery ideas

® Maximization of the value of development projects
by pursuing translational research and
pharmaceutical technologies

® Accelerating innovation opportunities by
strengthening collaboration with leading global
players and leveraging digital technologies

Key Drivers

* Dramatic improvement in product/patient value by
restructuring business model, having digital utilization
as a core

* Improve productivity of entire value chain by leveraging
digital technologies

® Development of PHC solutions* to maximize the value
of pharmaceuticals

* Products and services such as SaMD (Software as a Medical
Device) and biomarkers that enable optimal therapy for
individual patients by precisely diagnosing pathologies and
measuring therapeutic effects

4 N7
‘ DX S ‘\

RED SHIFT ) (

™ . ™
) Open Innovation )

*RED: Research and Early Development

Source: Prepared based on CHUGAI PHARMACEUTICAL CO., LTD., “Annual Report 2024" 12

The growth strategy TOP I 2030 was formulated by defining
our vision of becoming a top innovator in the healthcare
industry in 2030, then backcasting from there in order to
realize it. Treating our global first-class drug discovery and
futuristic business model as two pillars of our strategy,

we aim to double R&D output and launch global in-house
products every year. At the same time, we have identified
three key drivers: RED SHIFT, which refers to concentrating
management resources on the steps from drug discovery
through early development; DX, which aims to advance the
RED areas through improved productivity and use of digital
systems; and Open Innovation, where we will focus even
more than before on collaborations with external partners.
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CHUGAI PHARMACEUTICAL (3/4) s

® Chugai elaborates on its human capital management strategy in relation to the Key Drivers of its growth
strategy.

1. RED SHIFT: human capital management strategy for recruitment of highly specialised human resources;
2. DX: human capital management strategy for developing digital talent; and

3. Open Innovation: human capital management strategy for forming a network of global knowledge and
experience.

Human Capital Management Strategy: Securing human resources capable of creating continuous innovation

In relation to “RED SHIFT”,
Chugai explains its human capital
Main Initiatives by Theme management strategy for

" : .
One of our themes is “Recruitment of highly specialized human resources.” In addition to introducing a job-based Rec_ru I_tment of hlghly ”
hurman resource system that allows employees to take the initiative in designing their own careers by clarifying specialised human resources”.

EI'I\\‘IHg«E ob content and desired credentials, and diversifying recruitment chaﬂﬁcls [such as alumni referral and group

individuals | recruitment), we are also introducing top skill sets for RED positions. The aim here is to become a company that . "
human capital will choose more than ever before. In addition to highly spedialized human resources, we will focus on In relation to “Open
recruiting and training global human resources and those that embody our Core Values. Innovation”’ Ch ugai eXp|ains its
We are focused on creating interactive opportunities, such as the I Learning training management system, human capital management
n-house |'|TE|'|'|S"|iE:'> and side I:u::iﬂn::::E and cross-boundary progrars, both in;s de and oHt::iu:Ie of the Company strategy for forming a network
Enhance that will support hurnan resources who take on challenges and learn autonomoushy, and continue 1o hone their
individuals expertise. Since partnering with Roche, the Roche Human Resources Exchange Program has presented valuable Of glObal knOW|edge and

cpportunities for ferming a network of global knowledge and experience. We also continue to invest in employee experience.
education to develop global and digital human resources.

In relation to “DX”, Chugai

We launched our CHUGAI DIGITAL ACADEMY in 2021 as a program for developing eXplaInS |tS human Capltal
digital talent, providing opportunities for practical learning outside a classroom management Stl‘ategy for
environment. For example, in our unique programs such as the "Data Scientist Training developing dlgltal talent_
Course" and the "Digital Project Leader** Training Course,” we offer practical work

simulations. This includes classroom training on digital technology fundamentals and
specialized skills, as well as a nine-month program that covers the planning, proposal, and
execution of projects, thus taking a comprehensive approach to the development of digital

talent.

Source: Prepared based on CHUGAI PHARMACEUTICAL CO., LTD., “Annual Report 2024” and “People & Culture Report 2024" 13




Composition
Capability
Conditions

CHUGAI PHARMACEUTICAL (4/4)

® Chugai discloses metrics and targets to monitor the progress of its human capital management strategy.

1. KPI related to recruitment of highly specialised human resources: job fill rate for highly specialised human

resources;

2. KPI related to developing digital talent: job fill rate for digital specialists; and

3. KPI related to forming a network of global knowledge and experience: number of employees sent to
external specialist organisations.

Metrics and Targets: job fill rate for highly specialised and digital human resources; and number of

employees sent to external specialist organisations

Setting “job fill rate for
highly specialised

Source: Prepared based on CHUGAI PHARMACEUTICAL CO., LTD., “Annual Report 2024"

Composition human resources” as a
Capabilit metric and target for
Theme Indicators p y 2030 target value 2024 results recruitment of hlghly
ob-fill rate for highlv specialized human resourced(Job-fill rate for . . . . A=A
Diverse and highly specialized science specialistd medical doctors) 0% 83% (84%/90%/100%) specialised human
= human resources . Ny ) Division head: 85%, resources
é Job-fill rate for global hum+ resources in key positions 100% Department head: 45%
e e embody _ Degree of shared understal’mding of our Core Values 100% 77% Setting “job fill rate for
a!" our values Patient-centric awareness l — 86% digita| specia”sts” as a
2 Excellent employee ratio and engagement score 100 Excellent employee ratio: 72, metric and target for
= Human resources with initiative  (compared to companies with strong global performance) engagement score: 94 d loDi digital
Number of participants in Career Design Training and Career Fair — 822 elvetOpmg Igitd
Human resource development investment (per person) ¥300,000 ¥270,000 talen
g umen resouree development Number of employees participating in the Roche Human Resources | Approximately 10% of
3 that promotes a sense of growth .
= g 4 Exchange Program employees 278 Settlng “number of
:E g;%aéirirgn?tfi::temal L2t I Number of employees sent to external specialist organizations | 100 32 employees sent to
£ Systematic nurturing of Successor preparation rate Ca pa billty 300% (3 people/position) 289% gXtianséfgﬁgl,agzta
“ next-generation management Number of educational programs for LCL, GPL and BL® \ — 11 rgani I

metric and target for
forming a network of
global knowledge and
experience

14
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DENSO (1/4) s

Company Overview

® A global manufacturer of automotive components offering advanced automotive technologies, systems
and products.

Business Strategy Towards Medium- to Long-Term Corporate Growth and Value Creation

® With the “evolving mobility” as a growth driver, DENSO is advancing business portfolio transformation to
shift towards new growth areas, including electrification, semiconductors, and software.

D

Human Capital Management Strategy for the Realisation of the Business Strategy

® To realise its business portfolio transformation, DENSO is executing a human resources portfolio
transformation. In order to clarify the target of human resources in quality and quantity required in each
domain, DENSO has defined 535 categories of expertise critical to realising its business strategies and is
implementing initiatives in recruitment, skill development, and deployment to close the gap between
target and the current human resources. In particular, DENSO is focusing on the qualitative and
quantitative enhancement of human resources, primarily in key areas including electrification, software,
and semiconductors.

N

Metrics and Targets for Monitoring the Progress of the Human Capital Management Strategy

® To achieve the shift towards growth areas such as electrification, software, and semiconductors, DENSO
discloses its target for 2030 as well as historical results for the human resources portfolio of development
and design engineers. This disclosure enables readers to understand the progress of DENSQO’s human
resources portfolio transformation.

Source: Prepared based on DENSO CORPORATION, “Integrated Report 2025”



DENSO (2/4)

Composition

Capability

Conditions

® With the “evolving mobility” as a growth driver, DENSO is advancing business portfolio transformation to

shift towards new growth areas, including electrification, semiconductors, and software.

Business Strategy: Business portfolio transformation to shift towards growth areas

Changes in Revenue Composition
through Business Portfolio Reshuffling

¥/.2

trillion

¥5.5

trillion

<-------»

— |

Creation

Growth

New
businesses

Growth areas

Mobility
Electronics

Electrification
Systems /
Advanced
Devices

Thermal
Systems

Reduction

Powertrain
Systems

22 26
Source: Prepared based on DENSO CORPORATION, “Integrated Report 2025”

36

(FY)
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DENSO (3/4)

Composition
Capability
Conditions

® To realise its business portfolio transformation, DENSO is executing a human resources portfolio transformation. In
order to clarify the target of human resources in quality and quantity required in each domain, DENSO has defined
535 categories of expertise critical to realising its business strategies and is implementing initiatives in
recruitment, skill development, and deployment to close the gap between target and the current human
resources. In particular, DENSO is focusing on the qualitative and quantitative enhancement of human resources,
primarily in key areas including electrification, software, and semiconductors.

Human Capital Management Strategy: Human resources portfolio transformation to realise business portfolio transformation

DENSO's Approach to Human Capital-focused Management
(Value Creation Path)

Human Resource Portfolio Transformation

To transform our business portfolio, which underpins sustainable
corporate growth, we must work toward the qualitative and
quantitative enhancement of personnel needed to execute our
business strategies. To that end, we are striving to transform
our human resource portfolio through the strategic recruitment,
development, and deployment of human resources.

Qualitative and Quantitative Enhancement of Personnel

2
£
T
@
=
=
2
Increase in the number of employees realizing ambitions
and feeling glad to be working with us.
Enhancement of Engagement
= X
= Qualitative and quantitative enhancement of personnel
(=] that is needed to realize strategies and principles
n —
2 —_— Human Resource Portfolio
& At Transformation

Group of professionals with the ability
to turn ideas into reality

Ability of empl eate value
Enhancement of the Ability of Our People and
Organization to Turn Ideas into Reality

Value (Outcome)

Resolution of social iss

ocial issues / Business gro
People’s well-being and growth

At DENSO CORPORATION, we are focusing on the qualitative
and quantitative enhancement of personnel primarily in fields
such as electrification, software, and semiconductors.

In fiscal 2023, we identified 40 business fields necessary for
our business strategies (e.g., software and semiconductors) and

Define expertise in business
fields to clarify the quality and
quantity of personnel
required.

appointed nearly 80 leaders responsible for cultivating talent in
these domains. At the same time, we defined 535 categories of
expertise needed for each identified domain. After doing so,
roughly 15,000 administrative and technical employees com-
menced efforts to enhance their personal skills and design their
careers based on these expertise categories. In fiscal 2024, we
established committees centered on leaders appointed in each
domain, under which we began collecting relevant expertise
information. This information was then used to clarify qualita-
tive and quantitative targets for the necessary personnel in
each domain as well as to promote recruitment and cultivation
initiatives by region to close the gaps between our targets and

| - .
[~ For example, in the software domain, around 220 engineers |
took on the challenge of transitioning from hardware to soft-
ware roles between fiscal 2022 and fiscal 2025. Year by year,
we are making progress with this kind of shift in our personnel.
While realizing an optimized human resource portfolio in the
fields of mechanics, electronics, and software with a view
toward 2030, we will also take steps to develop system engi-

Disclosure of initiatives to
support transitions into
software engineer positions
as a focus field

Source: Prepared based on DENSO CORPORATION, “Integrated Report 2025”

neers who can design optimized functions across business
domains from the perspectives of society and vehicles. These
engineers will play a key role in the development of DENSO
technologies.
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DENSO (4/4)

Composition

Capability

Conditions

® To achieve the shift towards growth areas such as electrification, software, and semiconductors, DENSO
discloses its targets for 2030 as well as historical results for the human resources portfolio of
development and design engineers. This disclosure enables readers to understand the progress of
DENSQO’s human resources portfolio transformation.

Metrics and Targets: Human resources portfolio of development and design engineers in 2030 (composition ratio)

Situational Definition of Output Sought Item Result Target
Enhancement of Engagement Employee engagement indicator FY2024: 75%
Increase in the number of employees realizing ambitions and (percentage of affirmative responses) FY2025: 76% FY2026: 78%

feeling glad to be working with us

(nen-conselidated)

Evolution of Development and Design Engineers’ Portfolio at

DENSO CORPORATION

Management

Professionals

Globally competent
management

leaders who are systematically
developed and deployed

Composition I

Capability

Specialists

Development of personnel in
each field who can innovate
and create value

Human Resource
Portfolio Transformation
Qualitative and quantitative
enhancement of personnel that is
needed to realize strategies and
principles

FY2026: 400 I
Number of management leader FY2024: Approx. 400 employees EmDGyFES ) (%)
candidates FY2025: Approx. 400 employees (imp .D\femeﬂt in talent d!\tEFbIT.)'
and likelihood of promotion)
Ratio of non-Japanese employees FY2024: 31%
promaoted to leadership roles at . FY2031: 50%
P ersens bases FY2025:32% Fy2011 15% 40% 45%
Clarifying 40 domains and 535
Realization of human resource areas of expertise needed for Strengthening human resource
portfolio requirements business portfolio transformation | portfolio in focus fields in Fy2025 29% 28%
(non-consolidated) in order to visualize the expertise | FY2026
levels of each employee
Awverage level of expertise among all FY2024:2.9 FY2026: 3.0 FY2031 459, 40% 15%
(out of 5 levels) (non-consolidated) FY2025:2.9
(Target)
Development of personnel with
competence in digital transformation | 505, 354, Software, etc. Electronics Mechanics
(ratic of personnel capable of advanced FY2025: £1% FY2026: 55%

utilization of the latest digital tools)
(non-consolidated)

Disclosure of targets and
historical results for the
human resource portfolio
transformation from both
qualitative and quantitative
perspectives

Source: Prepared based on DENSO CORPORATION, “Integrated Report 2025”
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Composition

Fujitsu (1/4) s

Company Overview

® Fujitsu provides digital services globally through solutions powered by cutting-edge technologies such as
Al and next-generation computing.

Business Strategy Towards Medium- to Long-Term Corporate Growth and Value Creation

® Fujitsu aims to grow the Service Solutions segment by creating and providing highly valuable digital
services, focusing on Uvance*, as a business model and portfolio strategy.

~—

Human Capital Management Strategy for the Realisation of the Business Strategy

® To realise a human resources portfolio aligned with its business strategies, Fujitsu strengthens reskilling
and upskilling initiatives. As part of the effort to expand Uvance, Fujitsu focuses on developing engineers
with skills in SAP, ServiceNow, and Salesforce.

D

Metrics and Targets for Monitoring the Progress of the Human Capital Management Strategy

® To monitor progress towards building the people portfolio through reskilling and upskilling initiatives,
Fujitsu uses metrics such as the number of employees certified as highly skilled personnel and the
number of professional certifications obtained, including SAP, ServiceNow, and Salesforce.

*Uvance: Driving business transformation through advanced decision-making powered by data and Al, and cross-organisational value
collaboration—accelerating both business growth and the resolution of social challenges.

Source: Prepared based on Fujitsu Limited, “Fujitsu Integrated Report 2024,” “Fujitsu Integrated Report 2025” and the company website 19




Composition
Capability

Fujitsu (2/4) Conditions

® Fujitsu aims to grow the Service Solutions segment by creating and providing highly valuable digital
services, focusing on Uvance*, as a business model and portfolio strategy.

Business Strategy: Driving the growth of the Service Solutions segment through the creation and delivery of digital services

>
@;) Business model and portfolio strategy @ Customer success / Regional strategy
Grow the Service Solutions segment by creating and providing Promote modernization to support customers’ business transfor-
highly valuable digital services, focusing on Uvance mation underpinned by optimized technology
Improve the profitability of Service Solutions through continued Customers Enhance our consulting expertise in technology and business to

delivery transformation increase customer engagement and value

Transform overseas operations and increase the percentage of
revenue from Uvance in Regions (International)

b
.5\‘5
Provide optimal, differentiated solutions that foster long-term ‘\O‘i‘
customer engagement §
@

Strengthen business portfolio management

@ Technology strategy

R&D focused on five Key Technology Areas, all centered on Al Digital society Build a portfolio of human resources linked to businesses and

advance training programs

Strengthen and expand strategic partner alliances to enhance
value provided to customers

Streng‘then management, measure effectiveness, and improve
system quality and information security

'é_;‘_‘q People strategy

Contribute to differentiated and improved customer value by

deploying core technologies Enhance customer value and elevate our business foundation by
strengthening human resource management and fully establishing
data-driven management

*Uvance: Driving business transformation through advanced decision-making powered by data and Al, and cross-organisational value
collaboration—accelerating both business growth and the resolution of social challenges.
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Composition
Capability

FUjitsu (3/4) Conditions

® To realise a human resources portfolio aligned with its business strategies, Fujitsu strengthens reskilling
and upskilling initiatives. As part of the effort to expand Uvance, Fujitsu focuses on developing engineers
with skills in SAP, ServiceNow, and Salesforce.

Human Capital Management Strategy: Strengthening reskilling and upskilling

policy We are working to expand growth opportunities for our employees, aiming to become a company that creates innovation in every corner
of society by bringing together a diverse range of internal and external human resources with agility, in order to realize our company's
purpose to make the world more sustainable by building trust in society through innovation. So that we can achieve a sustainable world,
Fujitsu is focusing on creating an organization that brings together a diverse group of people with expertise and experience, leveraging
the technology areas in which the company has always excelled. In addition, to support each employee's autonomous learning and growth
rather than providing uniform training from the company, we offer a wide range of learning and career options based on common global

policies. We support employees to become their desired selves by revising systems, promoting reskilling and upskilling in accordance with

the transformation of our business portfolio, and provide an environment that enables each employee to act autonomously with a sense

of fulfillment emphasizing improvements in employees’ sense of job satisfaction and engagement.

Reskilling Fujitsu implements reskilling training for Business Application business expansion of Fujitsu Uvance’s “core technology platforms that support cross-

industry efforts”” In the particularly high-demand 3S areas (SAP, ServiceNow,Salesforce), we have bolstered our domestic resources through classroom

training, including 3S overviews and leadership programs, and approximately half a year of training with O|T. Up to this point, we have reskilled several

hundred employees, contributing to rapid deployment in the workplace department.

Additionally, in FY2024, several hundred people attended seminars on the basics of delivery and programs using Chat Al, as we aim for rapid
deployment in our plan to undergird and strengthen our delivery resources in connection with our plan to shift roles from delivery to technology

consulting.

Regarding the program’s quantitative business impact,
3S reskilling program: rapid deployment in high-demand 35 (especially SAP) areas, several hundred people
Reskilling program for delivery roles: undergird and strengthen delivery resources in connection with our plan to shift roles from delivery to technology

consulting, several hundred people

21
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Composition
Capability

Fujitsu (4/4) Conditions

® To monitor progress towards building the people portfolio through reskilling and upskilling initiatives,
Fujitsu uses metrics such as the number of employees certified as highly skilled personnel and the
number of professional certifications obtained, including SAP, ServiceNow, and Salesforce.

Metrics and Targets: The number of employees certified as highly skilled personnel, the number of qualifications obtained

Key data related to building a business-aligned
people portfolio

Employees with high levels of ) )
expertise in fields expected Indicators Fiscal 2022 Fiscal 2023
to make significant results results
contributions to the business
over the medium to |ong New graduate hires 765 1,037
term
Mid-career hires 818 1,083
Composition Number of deople certified as 78 143
highly skilled personnel
Capability
Number of people certiﬁa‘ 3 57 128
highly skilled personnel (3S
Number of SAP qualifications 848 452
obtained
SAP, ServiceNow,
and Salesforce Number of ServiceNow 217 430
qualifications obtained
Number of Salesforce
qualifications obtained 589 950

Notes:
1. As of March 31 for each fiscal year
2. Fujitsu on a non-consolidated basis

Metrics related to

reskilling and upskilling

22
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Composition

Kyushu Financial Group (1/4) Capability

Conditions

Company Overview

® A comprehensive financial group that provides financial services centred on banking, primarily in the
Kyushu region.

Business Strategy Towards Medium- to Long-Term Corporate Growth and Value Creation

In its Medium-Term Management Plan, the Group presents a business strategy to expand its revenue

base towards FY2030 by strengthening new business domains including consulting and IT/DX businesses,
alongside its existing financial services business.

g

Human Capital Management Strategy for the Realisation of the Business Strategy

® To expand its revenue base by FY2030, the Group sets out the optimal human resources portfolio it aims
to achieve by 2030 including consulting, IT, and DX professionals, and describes its human capital
management strategy for recruiting, developing, and strategically deploying human capital to secure the

specialised talent required.

Metrics and Targets for Monitoring the Progress of the Human Capital Management Strategy

® To monitor the adequacy of the development and recruitment of expertise, the Group sets targets for

FY2030 as well as interim targets for FY2026. The Group discloses its progress towards these targets by
presenting time-series figures.

® As metrics for setting competitive compensation levels to secure human resources, the Group discloses

guantitative information on pay increases and increases in starting salaries.

Source: Prepared based on Kyushu Financial Group, Inc., “Annual Securities Report (Fiscal Year Ended March 2025)” and “2025 Integrated Report”
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Capability

Kyushu Financial Group (2/4) Conditions

® In its Medium-Term Management Plan, the Group presents a business strategy to expand its revenue
base towards FY2030 by strengthening new business domains including consulting and IT/DX businesses,
alongside its existing financial services business.

Business Strategy: Expanding the revenue base of the “Regional Value Co-creation Business”

Expanding the revenue
| base towards FY2030

FY2024 Results) FY2025 (Plan) FY2026 (Plan) FY2030 (Co-Creation Vision) |

w
o~
=®

¥18.0B

HR
(recruiting, temp staff, education) ¥1.0B
research & consulting

Kyushu Digital Solutions ¥1.0B

¥7.0B

HR
recrutng,tesnp taff education) PUNAS]
research & consulting

Kyushu Mirai Creation ¥0.3B

Kyushu Accounting Services ¥0.02B

HR
(recruiting, temp staff, education]
research & consulting

Kyushu Digital
Solutions

Kyushu Digital
Solutions ¥0.28

New business development divisions

divisions

Kyushu Digital
Solutions

-¥0.0B +¥0.0B New businesses

Kyushu Mirai Creation

New business

development divisions
New business development

Kyushu Mirai
Creation

Kyushu Mirai

-¥0.1B -¥0.0

Creation

Group companies, etc.

Regional value co-creation business

thanthe banking
divisions

Regional value co-creation business
S
m

than the barking divisons |l deve pmentisions

=] =
m 5] =

Finance divisions other

Finange divisions ather
than the barking dvisons,
Finance divisions other
thanthe baiking divtsans

Regional value co-creation business

Regional value co-creation business

Banking sector Banking sector Banking sector ¥3.4B
(deposits and corporate solutions) (deposits and corporate solutions) (deposits and corporate solutions] .

Banking sector (deposits and corporate solutions)

Excluding deposits and
corporate solutions

Excluding deposits and Excluding deposits and Excluding deposits and
corporate solutions corporate solutions corporate solutions

Consolidated netincome  ¥3(0.3B Consolidated netincome ~ ¥33.58 Consolidated netincome  ¥36.0B Consolidated net income ¥50.08

The 4th Medium-Term Management Plan “Leap Forward” Next Medium-Term Management Plan

Source: Prepared based on Kyushu Financial Group, Inc., “2025 Integrated Report”
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Composition

Capability

Kyushu Financial Group (3/4) Conditions

® To expand its revenue base by FY2030, the Group sets out the optimal human resources portfolio it aims
to achieve by 2030 including consulting, IT, and DX professionals, and describes its human capital
management strategy for recruiting, developing, and strategically deploying human capital to secure the
specialised talent required.

Human Capital Management Strategy: Develop human resources capable of performing in a variety of fields

<Human Resources Development Policy>

Based on our Purpose, the Group will develop diverse human resources capable of contributing in a variety of fields beyond

finance, in order to realize our Co-creation Vision.

Upon drafting the 4th Group Medium-Term Management Plan, the Group identified the human resources required for realizing
what it aims to be (To be) and grasped the current status (As is) regarding a total of 16 fields—eight fields in corporate consulting
(SDGs, medical and nursing care, agriculture, forestry, and fishery, international business support, etc.), two fields in individual
consulting (promotion and management of trust service), four fields in corporate field (environment, facility management, etc.), IT
field, and market field—for the realization of a Regional Value Co-creation Group in FY2030.

Under the aforementioned human resource development policy and the theme of *Building a human resources portfolio that will

support the future KFG Group,” we are striving to nurture and secure human resources who have specialized knowledge, skills

The gap between experience, and track records for playing active roles in the respective specialized fields through strategic and optimum human

resource distribution an roviding support for acquiring hi speclallze ublic qualifications.
the current and distributi d by providing support fi quiring highly specialized public qualificati
target human Building a human resources portfolio that will support the future KFG Group The target human
resources portfolio, resources portfolio
initiatives to close o f__ e I (2030) ‘
( 677 | d to 2030 (
. - eople t
this gap 351 people ‘ﬁﬁ% 621 people 1,028 people
Corporate # Diversification of recruitment methods Corporato Corporato
consulting 159 Deopler N ‘smﬁ.ﬁii,"&ff»f.‘.’m beanding consulting 219 peopid consulting 280 W"
| Systematic devalopment | [P D
rorlw::;tinq 18 people I . consulting 39 peopid consulting 54 people
* Systematic as‘sk,nmmt to develop specialists — — -
/DX 82pecple | | © waincaons T ivenosdipeolssionst IT/DX 247 peopie]|| IT/DX 560 people
* Expansion of Group joint training
Market 51 people Market 58 people Market 64 people
# Assigning, dispatching, and sending specialists : 1] - =
Corporate 41 people mg:mﬁa‘;ﬁr@";‘x’g&ﬂg“ Corporate 58 peopief||| Corporate 70 people
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—

Setting
competitive
compensation
levels to
secure human
resources

Kyushu Financial Group (4/4)

Metrics and Targets: Fill rate of the pool of specialists, pay raise, raising starting salary

<F1ll rate of the pool of specialists> Ca pa bility

Upon drafting the 4th Group Medium-Term Management Plan, the Kyushu Financial Group back-casted its vision of realizing a
regional value co-creation group by 2030 and formulated a specialist portfolio in 2026 (To be), which will accelerate initiatives to
provide regional value that creates the future and strengthen core businesses for local economic growth. The Group will pursue

human resource development and hiring activitics to enhance the specialist pool for corporate consulting, individual consulting,

IT/DX, market, and corporate fields.

Composition

Capability

Conditions

® To monitor the adequacy of the development and recruitment of specialists, the Group sets targets for
FY2030 as well as interim targets for FY2026. The Group discloses its progress towards these targets by
presenting time-series figures.

® As metrics for setting competitive compensation levels to secure human resources, the Group discloses
quantitative information on pay increases and increases in starting salaries.

The Group decided to raise wages by 5% or more (FY2025) to respond to the social situation, including price increases, improve

employee engagement, and secure outstanding human resources, and requested the same to each company. The rate of pay increase

at each company is as follows. *The rates include regular pay increase.

Kyushu Digital
Solutions

Approx. 2.0%

The Company Higo Bank Kagoshima Bank

Rate of pay raise in

FY2024

Approx. 5.1% Approx. 5.2% Approx. 5.5%

Conditions

The Company, as well as Higo Bank and Kagoshima Bank, will raise the starting salary for four consecutive years to strengthen

<Raising starting salary>

our ability to attract talent.

April 2022 April 2023 April 2024 April 2025 April 2026
The Company 250,500 yen 270,000 yen 280,000 yen 300,000 yen 310,000 yen
Higo Bank, Kagoshima Bank 205,000 yen 220,000 yen 240,000 yen 260,000 yen 270,000 yen

* In the case of college graduates hired for career-track positions involving transfers requiring relocation

Source: Prepared based on Kyushu Financial Group, Inc., “Annual Securities Report (Fiscal Year Ended March 2025)”

In addition to the
final target for
2030, interim

targets are
disclosed to
clarify the
intermediate
steps towards
achieving the
final target.

Fiscal year FY2023 FY2024 FY2025 (target) FY2026 (target) FY2030 (target)
Fill rate 34% 43% 549% 60% 100% |
<Payraise> | Conditions
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Composition

SCSK (1/4) T

Company Overview

® SCSK provides IT services, including consulting and system development, to a wide range of industries.

Business Strategy Towards Medium- to Long-Term Corporate Growth and Value Creation

® In the Medium-Term Management Plan, SCSK sets forth three core business strategies: shifting its
business portfolio towards areas with high sales growth rate, gross profit margin, and operating profit
per employee; developing market-leading businesses in growth markets; and advancing next-generation

digital businesses.

Human Capital Management Strategy for the Realisation of the Business Strategy

® SCSK positions the development of advanced digital talent to drive the realisation of its business
strategies as a key initiative. Specifically, SCSK is strengthening the recruitment and development of
“Cutting-edge digital engineers,” as well as “Talent for consulting and business design” who are
responsible for enhancing consulting capabilities and driving business development, “Advanced project
manager talent” who are capable of delivering high-quality projects, and “Talent with digital skills” aimed
at improving digital capabilities across the entire workforce.

v

Metrics and Targets for Monitoring the Progress of the Human Capital Management Strategy

® As metrics for monitoring progress in the development of advanced digital talent, SCSK discloses specific
targets set forth in its Medium-Term Management Plan, as well as actual results from previous years, for
“Talent for consulting and business design,” “Persons who completed cutting-edge engineer development
training,” “Advanced PM talent,” and “Persons who completed digital skill standard education.”

Source: Prepared based on SCSK Corporation, “SCSK Report 2025” 21




Composition

Capability

SCSK (2/4) Conditions

® In the Medium-Term Management Plan, SCSK sets forth three core business strategies: shifting its
business portfolio towards areas with high sales growth rate, gross profit margin, and operating profit
per employee; developing market-leading businesses in growth markets; and advancing next-generation
digital businesses.

Business Strategy: Business shifts, businesses in growth markets, and next-generation digital businesses

SCSK Vision and Business Medium-Term Management Plan Group Core Strategies

All section’s action Concentrate resources to achieve high growth

Gara DE\"EIGF.'I’T‘IEFIt of

stratagies Market-Leading Businesses

in Growth Markets

'-r": ; 1 Decisive business shifts
s Three shifts

Market
Sales Growih Aate Frzs 60% ormore Sales ¥200.0 billion

Fy scala i
Over 10% of business
and pers.nnnelun;te = approx. 40% @EED +130.0 viion (caGR 15.4%)
Valus

rees 29.0% or more
Gross Profit Margin E For 2030 - IT for the next delight
Domestic IT Service 26.5
(except products sold) i «nd 30
-
Susiness madels &£ Fvzs W9, T million or more Core Advancement of
IF',,"MEEEE i Dpleratmg Y slr.ala;ie1.3 Next-Generation Digital Businesses
ol IT Raee o wly, T mittion through Co-Creation with Society

(Domestic IT Service)

Source: Prepared based on SCSK Corporation, “SCSK Report 2025” 28




Composition

Capability

SCSK (3/4)

Conditions

® SCSK positions the development of advanced digital talent to drive the realisation of its business
strategies as a key initiative. Specifically, SCSK is strengthening the recruitment and development of
“Cutting-edge digital engineers,” as well as “Talent for consulting and business design” who are
responsible for enhancing consulting capabilities and driving business development, “Advanced project
manager talent” who are capable of delivering high-quality projects, and “Talent with digital skills” aimed
at improving digital capabilities across the entire workforce.

Human Capital Management Strategy: Developing advanced digital talent for the realisation of business strategies

Development of advanced digital talent who lead business strategy

Inits Medium-Term Management Plan,_SCSK positions the development of advanced digital talent, who will drive the realization of
business strategies, as a key initiative. In the Medium-Term Management Plan, in addition to developing cutting-edge engineers who

leverage digital technologies, SCSK has set specific targets to strengthen the recruitment and development of consulting and
business design talent who will be responsible for enhancing consulting functions and driving new business creation as well as
advanced project managers capable of executing and managing high-quality projects. These efforts are part of a broader initiative to

accelerate the development of advanced digital talent.

Talent for consulting and business design

Aiming to promote business that can lead the market and
create next-generation digital business, we conduct practical
warkshop-style training programs. SCSK is expanding
opportunities for employees to acquire the knowledge and
skills necessary for new business development and creation.
In growth areas such as SAP and maobility, we have defined
unigque profiles for upstream talent and are strategically
strengthening their development.

Cutting-edge digital engineers

Amid the rapid evolution of digital technologies and growing
demand for talent capable of supporting customers’ digital
transformation, SCSK places emphasis not only on technical skills
but also on the ability to lead business transformation. Taking into
account technology trends and field-level needs, SCSKis
expanding training programs to enhance practical capabilities and
execution skills, and thereby strengthening specialization in cloud
and digital technologies and fostering strategic thinking.

Source: Prepared based on SCSK Corporation, “SCSK Report 2025”

Advanced project manager talent

In order to respond to the increasing scale and complexity of
projects and ensure high-quality execution, SCSK conducts
training programs that strengthen decision-making and action
capabilities through case studies and the case method. In
addition, through the community activities of the PM working
group, SCSK promotes internal case sharing and network
building, thereby enhancing project management capabilities
across the organization.

Talent with digital skills

To promote the creation of new business models and services,
we are implementing Digital Skill Standard Training for all
employees, including those of Group companies. In addition
to promoting the acquisition of DX concepts and related
technologies, we are working to instill the significance and
importance of learning about market trends, and are
advancing the development of digital talent and the cultivation
of a learning culture across the Group.

29




Composition
Capability

SCSK (4/4) Conditions

® As metrics for monitoring progress in the development of advanced digital talent, SCSK discloses specific
targets set forth in its Medium-Term Management Plan, as well as actual results from previous years, for
“Talent for consulting and business design,” “Persons who completed cutting-edge engineer development
training,” “Advanced PM talent,” and “Persons who completed digital skill standard education.”

Metrics and Targets: The number of advanced digital talent

Composition | Capability Composition | Capability
Talent for consulting and business design ‘ Advanced PM talent
523 persons
. arﬁ:t forMedim-Te
anagement Plan 219 persons anagement Plan
500 persons O
or more or more
319 perso 183 persons
265&“’“ 166 persons .
Composition | Capability Composition Capability
Persons who completed cutting-edge engineer development training ‘ Persons who completed digital skill standard education
11,129 persons
arEAet for Medm-aTer
g aagement Pan
2,349 persons anagement Pian y
3,000 persons
or more or more
1,745 persons 3,772 perso
1,150 persons 1,600 persons

Source: Prepared based on SCSK Corporation, “SCSK Report 2025” 30
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Capability

SOjitZ C0rp0rati0n (1/4) Conditions

Company Overview

® Sojitz Corporation is a general trading company that develops businesses across a wide range of sectors,
including machinery, energy, chemicals, and consumer industries.

Business Strategy Towards Medium- to Long-Term Corporate Growth and Value Creation

® As its goal for 2030, Sojitz has set “Next Stage = doubling corporate value.” To achieve the Next Stage,
it continues to expand new investments globally.

~—

Human Capital Management Strategy for the Realisation of the Business Strategy

® Sojitz focuses on leveraging local staff members who bring to the company firsthand knowledge of local
business customs and are able to quickly form strong ties with local communities and business networks.
These staff members are an indispensable element of the competitiveness of Sojitz’s global business.

v

Metrics and Targets for Monitoring the Progress of the Human Capital Management Strategy

® Sojitz has defined the “Ratio of chief officer positions at overseas Group companies filled by locally hired
employees” as one of its human capital-related metrics. This metric aims to have head office staff
members team up with the local staff at overseas Group companies to enhance its ability to develop and
manage businesses.

Source: Prepared based on Sojitz Corporation, “Integrated Report 2025” 31
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Capability

SOjitZ C0rp0rati0n (2/4) Conditions

® As its goal for 2030, Sojitz has set “Next Stage = doubling corporate value.” To achieve the Next Stage,
it continues to expand new investments globally.

Business Strategy: Continuing to expand new investments globally

Advance Toward the Next Stage

Continuing the strong growth seen under Medium-term Management Plan 2023, Sojitz succeeded in accomplishing its third
consecutive year of profit for the year (attributable to owners of the Company) surpassing ¥100.0 billion in the year ended
March 31, 2025. Having developed the foundations necessary for future growth, we are set to begin advancing toward our

next tage, which s characteized by doubled corporate value

Profit for the year ROE Market capitalization Sojitz has been continuously conducting new investments and has invested in multiple busi-
nesses in nor-resource and other fields where the Company can leverage its competitive edge.

¥2{00 0 billion 1 5% ¥2.0 trillion By creating multiple uniguely Sojit. -
¢ will present successful examples ofjour growth on the path toward the target of doubled cor
Eorate value defined for Sojitz's Next Stage.l

vision for YA general tradlng company that conStantly [~ | Energy-Saving Service Businesses Profit for the Year

2030

cultivates new businesses and human capital in the United States and Australia [l Bl s e

Expansion of energy solution businesses by leveraging elec- e

. . P . 70
tricity-related business insight to capture growing demand 56

1.0

Infrastructure Development Businesses
i i Frao22 FYa023 Frao24 MIP Mext
in Australia Kl Ao

—— stage
Acceleration of earnings growth and human capital cultiva-

tion based on experience in developing public—private part- Bl s oty

nership and sales power generation businesses in Australia

Continuous eXpanSion Marine Product Businessesﬂ o . I

Reinforcement of domestic earnings foundations and p— = —

of g lobal new - acceleration of initiatives in growing overseas markets by 02 stage
|nvestments leveraging strengths in procurement and sales > [ w0
W The Marine foods Corperation
. . . . TRY Inc.
Retail Businesses in Vietnam .c,_:mrc a0
—
Development of retail value chains encompassing whole- 0 "
. . ol -
sale, retail, prepared foods, and warehouses in Vietnam, .
where Sojitz boasts years of business experience and multi- Pz PEE Poed MR g
6 age
ple partners
n {Billions of yen]) 100
- . . - EWholessle
Beef Production and Sales Businesses in Vietnam WReai
Participation in business in growing Vietnamese meat e 0
. . . . @ 21
market together with major Vietnamese dairy product a1 o 05

manufacturing conglomerate Vinamilk Group

e 32

Source: Prepared based on Sojitz Corporation, “Integrated Report 2025”7 ™
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Sojitz Corporation (3/4)

® Sojitz focuses on leveraging local staff members who bring to the company firsthand knowledge of local
business customs and are able to quickly form strong ties with local communities and business networks.
These staff members are an indispensable element of the competitiveness of Sojitz’s global business.

Human Capital Management Strategy: Global business development leveraging people’s strength

Global Business Development Utilizing the Strength of People and Organizations

In the Americas, we can find prime examples of how the Sojitz Group is developing its global business by utilizing the strength of its people and organizations. Here, Sojitz is grow-
ing its operations and creating new value through its energy-saving service businesses. On this page, we will introduce the efforts of teams of diverse individuals assembled within
this region to develop these businesses and to maximize the execution capabilities of their organizations while crafting a story of new business creation through a proactive
approach that is distinctly Sojitz.

Global-Local Synergies: Business Development and
Growth Through Co-Creation with Local Partners

The Sojitz Group’s success in creating value in regions across
the world is thanks to the diligent efforts of locally hired staff
members contributing in their respective countries. Local staff

members bring with them firsthand knowledage of local busi-

improve this indicator, we share information on the Group’s
business and other strategies and facilitate coordination
among Group companies from various industries through an
advisory board membered by managers from a regional man-
agement company working on behalf of Sojitz Corporation
of America (SCA) and operating companies in this region. To
enhance our effectiveness in this regard, we are developing
frameworks within SCA for promoting local staff to senior

ness customs and are able to quickly form strong ties with
local communities and business networks. These strengths
are an indispensable element of the competitiveness of
Sojitz's global business. Moreover, head office staff members
team up with the local staff at overseas operating companies
and bases to heighten our ability to create and improve value.
This coordination is one of the reasons why we have defined
the ratio of chief officer positions at overseas Group compa-
nies filled by locally hired employees as one of our human
capital key performance indicators. As part of our efforts to

Source: Prepared based on Sojitz Corporation, “Integrated Report 2025”

management positions, fostering human capital and encour-
aging exchanges through dispatches of employees to the
boards of directors of operating companies, and deploying
our accumulated post-merger integration and business
management expertise to a wide range of organizations.

By utilizing such insight and networks, we aim to improve
the value of businesses where we boast strengths while
growing our business scope. The Sojitz Group’s efforts
focused on people and organizations have already begun
producing results. Going forward, we will continue to accel-
erate our concerted, Groupwide efforts to achieve ongoing

growth and improvements in corporate value and to propel

Sojitz toward its next stage. 33
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SOjitZ C0rp0rati0n (4/4) Conditions

® Sojitz has defined the “Ratio of chief officer positions at overseas Group companies filled by locally hired
employees” as one of its human capital-related metrics. This metric aims to have head office staff
members team up with the local staff at overseas Group companies to enhance its ability to develop and
manage businesses.

Metrics and Targets: Ratio of chief officer positions at overseas Group companies filled by locally hired employees

FY2023 FY2024 FY2026

Composition Capability

Ratio of chief officer
positions at overseas
Group companies filled by
locally hired employees

60% or above

Source: Prepared based on Sojitz Corporation, “Integrated Report 2025” 34
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Tokio Marine Holdings (1/5) oy

Company Overview

® Tokio Marine Holdings aims to be a global insurance group that delivers sustainable growth by providing
safety and security to customers around the world.

Business Strategy Towards Medium- to Long-Term Corporate Growth and Value Creation

® In addition to its core insurance business, Tokio Marine Holdings aims to achieve growth through the
solutions business, including construction consulting related to disaster prevention and mitigation.

® By expanding its solutions business, Tokio Marine Holdings is expected to reduce accidents and damages
for customers, leading to lower insurance payouts and improved profitability in the insurance business.
Tokio Marine Holdings is securing talent with the advanced expertise and technical capabilities
indispensable to the solutions business through acquisitions.

~ag

Human Capital Management Strategy for the Realisation of the Business Strategy

® To expand the solutions business as a growth area, the Company is strategically allocating talent to key
growth areas.

® In addition, to secure the capabilities required for the solutions business, the Company is proactively
increasing mid-career hires with expertise in each field.

Metrics and Targets for Monitoring the Progress of the Human Capital Management Strategy

® As a metric to demonstrate progress in expanding the Solutions Business Divisions, a key growth area,
the “Number of employees in the Solutions Business Division” has been established.

® As a metric to demonstrate progress in mid-career recruitment of talent with specialised expertise

required to secure the business capabilities, the “Number of mid-career hires retained” has been
established.

Source: Prepared based on Tokio Marine Holdings, Inc., “Integrated Annual Report 2025” and “Human Capital Report 2025” 39
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Tokio Marine Holdings (2/5) Conditions

® In addition to its core insurance business, Tokio Marine Holdings aims to achieve growth through the
solutions business, including construction consulting related to disaster prevention and mitigation.

® By expanding its solutions business, Tokio Marine Holdings is expected to reduce accidents and damages
for customers, leading to lower insurance payouts and improved profitability in the insurance business.
Tokio Marine Holdings is securing talent with the advanced expertise and technical capabilities
indispensable to the solutions business through acquisitions.

Business Strategy: Expanding the solutions business as a new source of revenue beyond the insurance business, while also

contributing to improved profitability of the insurance business

Achieving “Build Back Better” through insurance payouts ———— ) Benefits of “insurance and solutions” (example: measures against flood risk)

By leveraging insurance as our core business while developing the solutions business, we aim Typhoon strikes
to grow through the dual engines of insurance and solutions. The significance of this approach Flood damage occurs

lies in enhancing the resilience of society as a whole. :

For example. if a factory is flooded by a typhoon. insurance can provide economic The world we | The world
compensation, but simple restoration to the previous state means that similar damage would aim to create until now

occur if another typhoon struck again. Higher insurance payouts also lead to increased ) |
premiums in subsequent years. Until now, this cycle has repeated, creating a “negative cycle”

of disaster and insurance payouts for both customers and Tokio Marine. To break this cycle, Provision of insurance
we provide consulting alongside insurance payments, including recovery planning and
proposals for measures to prevent recurrence. This approach enables reconstruction ®

that is not just a restoration to the previous state but stronger than before the disaster,

ensuring that similar typhoons do not cause the same damage—realizing “Build Back Use insurance payout together with .
construction consulting to implement Use insurance payout

Better.” i i
resilient reconstruction for simple restoration

To avoid or reduce damages from accidents and disasters, high expertise and advanced Build Back

technologies are required to accurately assess risks and propose and implement concrete Better

measures to control them. Tokio Marine has acquired and expanded this know-how through the achieved Similar typhoon strikes again

acquisition of ID&E, Japan's No. 1 construction consulting firm

ID&E has approximately 1,800 highly skilled engineers and leverages engineering expertise and
data analysis capabilities cultivated through domestic and international public works to provide
precise and accurate disaster prevention and mitigation proposals. For example, for flood risks
introduced on the previous page, it offers measures tailored to the level of risk—such as
waterproof walls and floodgates—based on highly detailed simulations of flood depth down to Insurance provided Insurance premiums rise
the centimeter. For earthquake risks, it provides technical consulting on ground reinforcement, at stable premiums with increased loss costs
improvement, and steel-pile construction to help avoid or reduce damages. |

Flooding occurs again

In addition to its insurance business, Tokio Marine Holdings is

Source: Prepared based on Tokio Marine Holdings, Inc., “Integrated expanding its solutions business, including construction consulting. 36

Annual Report 2025”




Tokio Marine Holdings (3/5)

Composition

Capability

Conditions

Business Strategy: Expanding the solutions business as a new source of revenue beyond the insurance business, while also

contributing to improved profitability of the insurance business

Aiming to capture the expanding private-sector disaster prevention market

The market size and growth potential for our solutions business in the disaster prevention
and mitigation domain are significant. Currently, the construction consulting market. which is
IDEE s main field, is centered on public works, where ID&E holds a leading market share
of approximately 10%. Driven by rising disaster prevention needs across society, the
private-sector disaster prevention market is expected to grow substantially. reaching roughly
1.5 trillion yen—about double its current size—by 2032,

dizsaster—when customer engagement peaks through insurance payouts—ID&E will capture
recovery demand by proposing resilient reconstruction plans and recurrence-prevention
measures to client companies.

As the Tokio Marine Group possesses both the know-how to develop and provide solutions
and the ability to deliver them at the optimal timing, we are well-positioned to capture the
growing private-sector disaster prevention market. At the same time, by building on IDEE's

Within this expanding market. IDEE will fully enter the private-sector disaster prevention
field, leveraging the Tokio Marine Group's strong customer base. In particular, during times of

existing public-sector disaster prevention business. we aim to establish this as a new revenue
pillar distinct from the insurance business and grow it significantly.

» Growth potential of the solutions business®
(disaster prevention and mitigation domain, Japan)

- ID&E's current Growth through .
G;iT;::LE‘;TJiE:‘is market share -:autu_rirll—:‘the D:ir:‘:l!E.-SEC-lCII' Market SIZe by 2032
[public sector) -jIISaS!EI'IF-IE‘VfE'“IDl"I and GrOWth POtentIa|
potential markat) 3
ID&E's current Private-sector ; of the Solutions
market share disaster prevention - Business
No. 1 (existing market) : o ’ N
v By
in Japan ? l_ 80 billion yen . \
Market size \
Growth potential
Market size 1 5 ,' Private sector
0.8 > trillion yen 0.4 trillion yen
trillion yen
Public projects ——— Public projects
. 1.1
trillion yen 2025 trillion yen 5032
Public projects account Expansion of the potential
90 private-sector disaster
for over o prevention market *Estimated market sizes based oninternal research

Source: Prepared based on Tokio Marine Holdings, Inc., “Integrated Annual Report 2025” 37
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Tokio Marine Holdings (4/5) Conditions

® To expand the solutions business as a growth area, the Company is strategically allocating talent to key
growth areas.

® In addition, to secure the capabilities required for the solutions business, the Company is proactively
increasing mid-career hires with expertise in each field.

Human Capital Management Strategy: Strengthening the talent platform to support integrated group

gement and a strategqic talent portfolio

5 Deployment of Talent to Growth Areas

Tokio Marine Group is committed to creating new value that goes beyond the traditional boundaries of insurance, in response to the growing diversity and complexity of societal
and customer needs. To realize this, we are strategically allocating talent to key growth areas and proactively increase mid-career hires with expertise, ensuring we have the

capaB| ities neeaea to arlve our EUSIHESS lorwara. -
Corporate Culture to Support People to Support Integrated
Integrated Group Management Group Management
Management Strategy (Mid-Term Plan) HR Strategy
Indicators for Measuring t eProgress and

Key HR Initiatives Effectiveness of HR Strateay

L ] Ll
Enhancing Capabilities to Provide - -
Drastic expansion of “Insurance + a"/Expanding Solution Businesses
G ET R ERYTRE L - Expansion of new insurance products, mainly
deliver our value in five focus areas
-Solution businesses such as disaster prevention
(2]
o fi § Structural Reform of Distribution
g d[:;‘t're“r:dﬂ:a::‘n 3 | -Elfiminatmn of dual structures and promotion
5 ONMOCEl Bk Deployment of Talent to Growth Areas

Group Thorough and Accelerated Utilization of Technology - - No. of Employees in the Solution Business Divisions
Major OBV - Groupwide utilization of Al and enhancement Creating an Environment that : ‘ :
. of productivity of IT functions Fosters Innovation No. of Mid-Career Hires Retained
Strategies Consolidation of common functions (shared services) No. of Al/Data Professiona] |
0.0 ata Professionals
Strengthening Governance Enhancement of Digital Capabilities — - -
Strengthening and -guhzatlwgntnf pe?gle wnth expertise fonct No. of Participants in the DX Core Program (cumulative) |
E improvemen‘ 0of in'ernal +Consolidation of domestic governance functions - - - -
a control/governance .ﬂg?ﬁgﬂg?ﬁgﬂ%?,Ejosfuaﬁéjéﬂ”i% accordance with 4? Ex;;an;lon of |‘I:]’IEO!:IIE with Expertise I No. of Employees in Governance-Related Departments |
=k the capabilities of each base or Strengthening Governance | - - -
5 = - ; i Job Satisfaction Indicator (CVS) |
= Enhancement of the Continuous Review of Existing Businesses/
LTSI G SICET I Profitability Improvement through Enhancing Job Satisfaction No. of Job Request System Realizations/Applications

[<IEINNELELT S Strengthened Underwriting Discipline

1 Flexible Work Environment Indicator (CVS) |
Foundation for Maximizing the Power of People Enhancing a Flexible Work Environment H Ratio of Paternity Leave Uptake |

CVS=Culture & Values Survey TLI=Tokio Marine Group Leadership Institute MAP=Management Associate Program

38

Source: Prepared based on Tokio Marine Holdings, Inc., “Human Capital Report 2025”
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Tokio Marine Holdings (5/5) Conditions

® As a metric to demonstrate progress in expanding the Solutions Business Divisions, a key growth area,
the “Number of employees in the Solutions Business Division” has been established.

® As a metric to demonstrate progress in mid-career recruitment of talent with specialised expertise
required to secure the business capabilities, the “Number of mid-career hires retained” has been
established.

Metrics and Targets: Number of employees in the solutions business divisions and number of mid-career hires

Key HR Initiatives Indicators for Measuring the Progress and Effectiveness of HR Strategy FY2022 FY2023 FY2024

Composition Capability .

9 Deployment of Talent to Growth Areas I No. of Employees in the Solution Business Divisions I Tokio Marine Holdings 37 51 - 139

@ Creating an Environment that Fosters Innovationl No. of Mid-Career Hires Retained** I Tokio Marine Holdings 87 116 L4 157

4 Includes employees hired by Tokio Marine & Nichido who are seconded to Tokio Marine Holdings.

Source: Prepared based on Tokio Marine Holdings, Inc., “Human Capital Report 2025” 39
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